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Factors Influencing Career Routes of Female Librarianship: A Literature Review
By Gulnaz Akhtar
Dr. Muhammad Shahid Soroya
Abstract
This research paper aims to understand elements that act as counter-productive to the achievements
of females working as professional librarians. The paper uses current literature to explore
inhibitive factors for the career development of female librarians. The methodology employed in
the paper is epistemological realism and deductive reasoning. This methodology adds to existing
knowledge while being linked with realism. The research investigates main factors like cultural
stereotyping, discrimination against women, marriage, children, career breaks, mentoring, family support,
and organizational structure and policies to ascertain their role in enhancing or diminishing female
librarians’ career progression. The nature of research is deductive as the conclusions are drawn from
available literature as applied to professional females in the field of librarianship. The findings of the
research are expected to validate these important factors as integral stimulants for female librarians’ career
development.

Keywords: Female librarians, librarianship, career development, epistemology, realism,
deductive reasoning.
1.0 Introduction
A career has a fundamental role to play in the development of a person’s economic, social
and personal stature. Historically, career has been linked with the development of corporations and
bureaucracies (Moen, 2005). According to Heim and Estabrook 1996, a feature of a career is its
development through several years with the involvement of more responsible roles within an
organization or profession at large. The current study is limited to the career development of

women, specifically female librarians. It aims to understand the factors which hinder the
development of female career professionals in the field of librarianship.
1.1 Research Question
Which factors influence the career routes of female librarianship?
Structurally, the paper first delineates a change in the nature of a career in current times.
This is followed by a discussion of various career debates and career routes for women. Then, the
study narrows down to career routes for women in the profession of librarianship. Afterward, the
research methodology for the current study is described. The present study then evaluates a
plethora of literature to analyze and understand various elements behind female librarians’ career
development. Finally, the paper concludes by answering the research in the light of the presented
factors and identifies the need to fill the current gap in the literature.
1.2 Understanding Careers
The historical concept of career as associated with corporations and bureaucracies has now
undergone a shift due to the contingencies of contemporary times. One critique of paid work as an
equivalent of a career is that it relegates work like housework and family care to the margins (Mills
as cited in Moen 2018). Along with this friction between paid and unpaid work, the organizational
and fluid structures of careers are also among today’s current debates. The contemporary world is
undergoing a shift from the traditional organizational concept of career towards boundary-less and
protean careers. The structured confines of organizational limits are giving way to alternate protean
careers defined as spaces where employees re-mold and reform their working habits across
multiple organizations to cater to the needs of the time. A boundary-less career engages employees

that move from one job to another and from one organization to another beyond conventional
physical boundaries (Clarke 2009).
2.0 Literature Review
2.1 Career Plans: Some Key Terms and Debates on Gendered Differences
This section identifies some key terms in career theory like career strategy, career pattern,
and career route or career path. The term career strategy refers to advancement in a career along
with a particular trend. On the other hand, a career pattern is the “occupational level attained by a
person in a job” or the “sequence of occupations in the life of an individual” (Huang & Sverke
2007) during one’s life span (O’Neil, Bilimoria & Saatcioglu 2004). There are different career
patterns for different individuals due to their vastly varying contextual realities. That is why Huang
and Sverke (2007) describe career patterns in terms of orderliness, direction, and stability or
categorize them as stable, conventional, unstable, or multiple-trial (Career Services 2011).
Another concept of career routes or career paths has also been the subject of various
scholarly studies. Different models of career trajectories for identifiable groups have been
proposed by researchers. Career routes or paths channel development and get impacted and molded
by a host of factors like the genetic constitution, social atmosphere, environmental impact, and
economic forces (Career Services 2011).
Besides these key concepts, gendered differences in career routes have been thoroughly
investigated. Richardson (1996) identifies seven career patterns in the careers of women managers:
fast track, linear, lateral plus, lateral, downward, transitory, and static. The differing career patterns
of men and women have been observed in a study of career patterns of accountants in the United
Kingdom by Richardson (1996). The study found that career development amongst males is

generally linear because of society’s pressure on them to be primary breadwinners. Therefore, their
careers bring in higher remuneration, advance linearly and offer chances of rapid promotion. In
contrast, professional development in women is constrained by their reproductive roles and duties.
Even in the 21st century, individuals, whether male or female, who tend to deviate from this
“traditional” role arouse suspicion amongst employers (Richardson 1996; Pillai, Prasad & Thomas
2011).
The literature on female career professionals informs about certain common
themes. There is a prevalence of diffuse and fragmented theory, continued usage of male
constructions of work and career, lack of clarity about career constructs, and over-reliance on a
sample of elite women (O’Neil & Bilmoria 2005; Mavin 2001). These are a few thematic
underpinnings of literature on female career development. O’Neil, Hopkins, and Bilimoria (2008)
contend that modern working women do not conform to a single career pattern because of their
disadvantageous roles in providing stability and care to the family, therefore traditional male
models of career development have lost their relevance as the standard of measurement.
2.2 Career Routes of Women
The career routes of women are broadly categorized into two patterns: working women and
homemakers (Ariomerebi & Ifeakachuku 2013). Literature observes that the group of working
women responds in many different ways to their opportunities and limitations, hence the patterns
of their work-life are also diverse. Their career patterns are impacted by a broad array of elements
like life expectancy, age, academic qualification, geographical mobility, and even culture (Thiele
2000). Huang (2006) observes that most of the multiple roles combined by women are ignored in
the study of careers. His study is based on a theoretical foundation that focuses on a career as a

process that involves the active evolution of individuals within larger life structures. He views
career development as a life-long process where one balances various roles perpetually. His views
on women’s career progression indicate that the number of females is increasing in the workforce.
He also criticizes theories of career for their over-emphasis on upward social mobility because any
career pattern that does not conform to this ascent is labeled as stagnant. Huang (2006) concludes
that in the description of women’s career trajectories, the need for balance must be stressed because
of their multiple roles as caregivers and career-oriented women. His propositions are founded on
a study of Swedish women born in the 1950s where he observes three main career paths:● Women-focused on work career: This career pattern includes women which are highly
career-oriented and place a higher value on their educational investment than their
reproductive responsibilities.
● Family career: The family-centric group of females is wholly engrossed in family-related
issues rather than a career.
● Adaptive pattern: This career path is followed by women who try to balance both work and
family, thus combining their reproductive roles with their financial independence.
They display the following signs of adaptation:1. Women in the adaptive career route fulfill their reproductive duty at a young age and
resume full-time work later.
2. Another adaptive pattern of combining both work and home is displayed by full-time
working women who tend to enter family life at a later age, and those women who delay
child birthing and rearing due to part-time work.
3. The adaptive career pattern is also visible in women who are early mothers and part-time
workers; or women who work part-time early in life.

The main distinction among these three groups (work, family, and adaptive patterns) is
the timing of transactions and the length of activities (Huang 2006). Simply, women’s
scheduling of various roles and responsibilities guarantees their advancement in careers.
The crux of the matter is that women try to make career choices that will lead to satisfaction
in their home and work domains. The area of further research should be gendered differences
because the career paths of men and women afford many implications for future studies. A general
observable pattern in the group under study is: Study--- full-time work---childbirth---Part-time
work
In a study of career paths among women managers, Richardson 1996) suggests that such
women’s career routes do not align with the conventional male models of continuous, linear career
development. In their study on the investigation into the career promotions of women to executive
positions in state-level government in the United States of America, D’Agostino and Levine (2010)
find that women’s career progression is slower than men’s. Their study is pivoted on the gendered
organization structure theory of gender diversity with a special focus on women in executive
positions and the effect of organizational policies on the potential of these women to gain upperhierarchical positions. The study has a sample response rate of 9.1%. It did not support the fact
that those women progress rapidly to high-level positions who make use of family-friendly and
promotion practices. D’Agostino and Levine (2010) believe that the progress of women in their
careers is a social issue that cannot be addressed as long as social constraints and imbalances persist
to the detriment of women’s overall development.

2.3 Career Routes in the Library Profession
Each discipline has its definition of career and career patterns. The life of famous persons is
focused on the subject of history; the influence of career on society and culture is studied in
anthropology; whereas, political science follows the pursuit of individuals’ after power, fortune,
and social status within a specific context (Huang 2006). In the field of library sciences, those
factors are under study which influenced a person to become a librarian and the prospects of career
development available to librarians (Noha 2010). According to Harvey’s pioneer research (as cited
in Edem 1999), the academic librarians in the United States follow three types of career patterns:1. Fast advancers: Chief librarians with very early and rapid career progression
2. Slow advancers: Librarians at the top position who achieve the rank late in their career
3. No advancers: Librarians at the lower advancement level with no career development
Concerning Pakistani universities, the researcher has observed that new inductees into the
library profession are provided the opportunities to advance via in-service programs or courses
including the option of increasing educational level by earning a Masters’ degree. The doctoral
degree helps advance career progression through promotion and the librarian becomes one of the
fast advancers.
2.4 Career Routes of Female Librarians
Just like in any other field, gender remains a contested topic within library management
and will continue to remain so, especially when it comes to the differences in career progression
(Fisher 1997). Anita Schiller conducted the premier study in library literature in which she looked
systematically at women’s status and progress in the field. Her work came out when there was
increasing awareness of all types of discrimination in the USA. Since then, efforts have been made

to measure the place of women in the library profession and their ability to achieve higher echelon
administrative posts (Moran, Leonard & Zellers 2009). Historical evidence suggests that men and
women follow separate career paths for reaching the top-level position (Moran, Leonard & Zellers
2009). Blankenship’s study found that males moved upwards professionally by moving jobs to
other libraries offering higher posts whereas females avoided this shift and hence, reached the top
slower (1967). He also found that men had more probability of becoming heads than females with
the former reaching the top earlier at larger public sector libraries, whereas the latter were likely
found in small or private colleges.
Fisher (1997) also conducted a study into the male domination of executive positions in
the American system of libraries. His sample included the 1993 to 1994 American Library
Directory which listed the men and women at managerial positions in American libraries. In his
words, a manager is a “library director or the manager of a branch or other unit physically separate
from the main library faculty”. He categorizes academic libraries by the size of their collections
and branch libraries as subsets of the parent library. His results portray women’s three-fold strength
than men in academic libraries, and hence their faster ascension to managerial positions. He also
noticed some differences in the academic sector in his examination of managerial positions
according to types of libraries. Women were found to be present in larger numbers as heads of
branch libraries, whereas males dominated library management of medium to large libraries.
This pattern is also confirmed by Hatcher (1997) in his study of the Council of State
University Libraries (COSUL) involving twenty-one major research libraries in the United States
of America. It was found that most men exercised economic and authoritative power, whereas
women indulged in routine matters (McDermott 1998). Men tended to become heads at an earlier
stage than women (Moran, Leonard & Zellers 2009), were usually considered first for promotion

(Li Xin 1997), progressed faster to higher ranks in the library hierarchy, and occupied decision
making administrative posts (Record & Green 2008), sidelining the women in positions of client
dealing or user services

(Reed

2007). This “tokenism” (lesser representation in upper

hierarchical positions) confines women’s participation in opportunities of policymaking (EscobarLemmon & Taylor-Robinson 2009). McDermott (1998) points out that women dominate the
library profession, but career patterns recorded in Library and Information Science are far from
reality, focusing on male standards of career progression.
The career routes of female librarians in Pakistan also belie the same pattern.
Discrimination is obvious as men rise quicker to administrative positions than women, who are
left in client or user service areas (Reed 2007). Nkereuwen (1996) finds that female academic
librarians had less suitable options for career advancement and were considered less promotable
and less effective in jobs. Data from the province of Punjab reveals that men head 59 libraries,
whereas women head only eight libraries (HEC Website 2020). This is a glaring example of gender
discrimination in the field of librarianship in Pakistan.
2.5 Debates about Career Routes of Female Librarians
The profession of librarianship is female intensive but male-dominated. This contradiction
has propelled many studies investigating women’s participation in the workforce, their status,
career, trends of career advancement, etc. Many researchers have analyzed their position in the
profession like Dale (1980), Newcomer and Pisciotta (1989), Simon (1996), Hunter (1996),
Inman (1998), Ladner (2004), Darden and Turock (2005), Moran, Leonard and Zellers (2009),
and Hadfield and Sen (2009).

Dale (1980) held a survey to observe the career patterns of female librarians who earned a
doctoral degree in the USA between 1925 and 1975. His study aimed to generate responses from
participants about the reason for selecting librarianship as a choice of career, opportunities
available to them for excelling in their career, and discrimination that they may face. One common
reason which influenced their career choice was respondents’ love for books. However, the same
number of people did not choose the profession as their first choice as other opportunities were
also available to them after the completion of their doctoral degrees. This also suggests that women
can also reach the top provided they acquire the required academic qualifications. Respondents
also believed that positive reinforcement like encouragement and expectations of others along with
academic credentials could open up further avenues of success.
A study by Newcomer & Pisciotta (1989) analyzed the career advancement trends within
academic medical library directors of the United States and Canada in 1985. Their research
addressed three issues: female proportion in such libraries, career development paths, and
professional credentials, and personal characteristics of medical directors. It was found that
another reason for male librarians’ career paths being different from females’ was that they were
hired as directors from external positions, whereas only one female became the director through
an external route. Male directors were heading larger libraries and were more likely to be married,
with children, and had acquired the first directorship early on than slightly older women. Few of
these women were married and had even fewer children.
Hunter’s research (1996) explored the library of the department of the Ministry of Defence
in the United Kingdom and generalized the results of career patterns of librarians to all government
libraries in the UK. It was the largest government library at the time of the study with twice as
many librarians as any other government department. The data from the year 1990 reveals that

28% of civil service librarians were hired by the ministry during the period and the number
increased to 105 staff members in 50 libraries by March 1992. The study found that librarians were
dissatisfied with their prospects of promotion.
Another study by Ladner (2004) investigated the career trajectories of twenty female
librarians who happened to be the early adopters of the internet. The study utilizes Abbot’s
conceptual framework of the jurisdictional conflict model to ask the research questions: How can
librarians explain the marginalization of librarianship? Why are librarians marginalized in the
information-based economy? These questions were answered by interpreting them from a feminist
critical worldview. The research addresses the problem by looking at career development, the low
value assigned to librarianship in contrast to other information professions, and the professional
identity of female librarians who were early adopters of the internet. In the view of respondents,
career advancement was measurable in terms of job satisfaction and recognition within the
organization rather than achieving top-level administrative ranks. Other benefits of their career
were chances to engage in intellectual work, pitch in toward organizational goals, and maintain
work-life balance.
3.0 Research Methodology
The current research paper is a qualitative study of the factors influencing female
librarianship. The study is descriptive since it analyzes available literature on the topic. The
research methodology used in the current paper is grounded in the epistemological philosophy of
building knowledge (Cohen Manion and Morrision, 2007). The epistemological logic is linked
with what would be known and what can be known, that is, realism (Guba & Lincoln 1994). The

present study is deductive to analyze various factors influencing the career growth of female
librarians and catering to the specific research questions.
4.0 Factors Influencing Career Progression of Women
The reviewed literature reveals some hindrances and encumbrances in the way of females’
progression in careers. There is a wide array of factors that impact the career prospects of women.
The obstacles remain common for women regardless of their racial affiliations, geographical
markers, and other differences. This section thoroughly encompasses all those elements which
play a role in developing or undermining a woman’s career.
The research history begins with Dewey who championed librarianship as a profession for females,
but according to his analysis women could not expect to be in the upper echelons in librarianship
(Hildenbrand 1992). Weihs (2008) provides that women’s work often goes unacknowledged and
even by the mid-20th century they were not expected to have career aspirations. A historical review
of the condition of women in libraries internationally depicted that most countries under survey
like the United States of America, countries in South America and Africa, Australia, China, South
Asia, Singapore, and Japan contained obstacles to women’s career progression (Gannan-Leary &
Parker 2002). This negative impact on females’ career trajectory is a constant of the twenty-first
century as well (Pillai, Prasad, and Thomas, 2011).
The factors inhibiting women’s career progression have also been studied by Jones and Oppenheim
(2002) in research contextualized within libraries in the UK. They found out factors like deficient
academic qualification, differences in salary, geographical mobilization, familial duties, nonexistent female role models, absence of mentors, personal lack of ambitious drive, the system of

long working hours, caring roles for children and parents, and career breaks as the main hurdles in
the career path of women.
Another research by Moran, Leonard, and Zellers (2009) inspects the supposition that
women and men are equal in academic libraries. They investigate the veracity of this claim by
determining whether women hold the same number of positions as directors, associate directors,
and department heads in academic libraries as their proportional representation in the field. Their
sample was from the USA. The findings of their research illustrate the fewer representation of
women in top directorial positions as compared to their overall number working in academic
libraries. The university library administration has fewer females due to these inhibitors which
create a token representation of women.
Following is a comprehensive analysis of various factors impacting women’s career aspirations:4.1 Inhibiting Factors
4.1.1 Marriage
One of the foremost inhibiting factors for women’s career advancement is marriage.
Marriage was found to have an adverse impact on the career aspirations of women as they tended
to voluntarily sacrifice their careers in favor of their family life (Jones & Goulding 2010). Striking
a balance between work and family life turns into a “double burden” for female professionals
(McDermott 1998) Huang (2006) quotes Freud who proposes that work and love are the
fundamental needs of individuals. But, the post-industrial period witnesses many women tethered
to paid employment and also bound to household chores. Work seems to be the indispensable
center of modern society and paid work has attained more prestige than unpaid family care work.

Therefore, this places women under a “double burden” wherein they have to struggle much more
than men to excel in careers and fulfill their familial obligations (McDermott1998).
Data shows that only 5% of female American librarians were married in 1900. The number
increased to 14% in 1940 and 24% in 1950. In the early 1950s, it was a practice of some women
to keep their marriage secret for purposes of job security. One instance of discrimination against
women is that of a Canadian library head at Toronto Public Libraries who tied the knot in her
fifties and was allowed to keep the job, but with her salary slashed on the assumption that her
husband would financially support her. A common predilection among authority members is not
to invest in the training of their female librarians because they expect them to be married, bear and
rear children, and put their careers on hold (Hildenbrand 1992; Weihs 2008).
4.1.2 Childbirth
Another factor that impedes the career growth of women is bearing children and bringing
them up as traditionally, mothers are looked up to as primary caregivers. From 1954 to 1968 it was
a practice in the United States to allow pregnant women to work only during the first half of their
pregnancy, and they were expected not to return to their jobs after childbirth (Weihs 2008).
According to Hadfield & Sen (2009), although women did make it to the top, women with children
in the UK had less likelihood of progressing to higher positions. Similarly, in their study of women
in the USA, Moran, Leonard, and Zellers (2009) argue that women had more chances of success
in reaching the top-level executive posts in the academic libraries in the United States if familial
and social factors of caring for children and the elderly were minimized. In this regard, the choice
to have children referred to as the “maternal wall” is considered an obstacle in the way of
professional advancement.

This phenomenon is also explored by Arinola and Oyewusi (2009) in their analysis of
female librarians in Nigeria. Their study reveals that the pace of publication, which is a prerequisite
for promotion, slows down for women during pregnancy and caregiving periods. A woman’s
career trajectory is always impeded by childbirth regardless of the time when she has babies. In a
study at the University of Cape Coast (Ghana), participants expressed the view that young children
demand too much care and sacrifice thus, making it difficult to manage one’s career, whereas older
children pose less of a hindrance for juggling a career and household (Prah 2002). Ariomerebi and
Ifeakachuku (2013) declare that female professionals with a long history of paid employment
navigate a path for it, which includes planning and regulating their choice to be reproductively
active or remain childless or limit the number of their offspring or time the birth of their babies in
an attempt to mitigate adverse impacts on their career.
On the other hand, Bahr and Zenon (2005) argue that it is possible to balance between
one’s career and household responsibilities in academic libraries and some people have done so
satisfactorily. Their study is based on the responses of 349 American female academic library
directors who participated in a study to investigate periods when women can advance in their
careers along with raising children. More than half, that is, 63% or 219 women included in the
study had children, whereas only 37% or 128 females had none. Out of these 219 women with
children, 56 women had only one child, 111 women had two children, 34 had three and 18 women
had four or more kids. The women in this study were of the view that even though it is difficult to
manage both career and household, motherhood did not decelerate their career growth in any way.
This view is contradicted by Jackson and Hirsh (as cited in Itzin 2003) who affirm that women fall
behind men in their career often too soon due to motherhood and other obligations.

4.1.3 Career Breaks
Taking a break from one’s career is yet another encumbrance in one’s career route. A career
break may be born of different reasons and have different meanings to people based on their
experience. For Burge (as cited in Stout 2009) career breaks are extended or unpaid periods of
leave up to five or more years. Stout (2009) also cements this fact by defining career break as “time
out of employment, whether planned or unplanned to return to work later”. According to Hadfield
& Sen (2009), career breaks decelerated one’s growth in career. The literature on the issue also
focuses on its negative impacts on professional excellence and pace. But, Flaspohler (in Stout
2009) proves otherwise by finding positive results of career interruption. For instance, a sabbatical
leave is granted to academic professionals to take time off from work, get rejuvenated, and return
to work with renewed vigor and intellectual ideas.
Stout (2009) distinguishes various types of career breaks and elements that impact the
career goals of male and female library personnel and others serving in the information services.
Employees take career breaks for multiple reasons. Male employees usually take breaks to attend
to their educational needs so that they may rejoin the workforce with better qualifications, skill
sets, and experience whereas, women mostly take career breaks for fulfilling caring
responsibilities. Most women avail maternity leaves or leaves for attending to other familial
responsibilities, which is the reason employers characterize them as falling behind in their career
growth. Due to these discriminating factors, men’s career trajectories are considered more stable
than women’s.

4.1.4 Organizational Structure and Policies
Other than personal reasons like marriage, childbirth, and the decision to take a career
break, some organizational structures and policies are designed in a way that may prove to be an
obstacle in one’s career growth. For instance, a university librarian’s position is extremely
competitive because only one individual can occupy the post at a specific time contrary to the
teaching counterparts of librarians occupying the same rank. The eligibility criteria for a university
librarian in Pakistani universities is a Ph.D. degree along with twelve years plus professional
experience and the pre-requisite number of scholarly publications. Yusif (2011) avers that one of
the standards employed for promotion to higher ranks in the field of librarianship is scholarship.
One’s academic enhancement and professional expertise contribute strongly towards career
excellence and promotion. Onwubiko (1996) states that university librarians or academic librarians
not only have to perform traditional duties like collecting and maintaining a wholesome collection
of books, making them available to readers, offering user services, and managing the library on
the whole, but also have to participate in research activities, seminars and conferences.
In a study by Edem (1999), 202 librarians were surveyed in 22 university libraries in
Nigeria to observe the issue of publication output. The results identify that the daily duties of
librarians in university libraries from 8 am to 4 pm for consecutive five days a week impinge upon
their research productivity and cause a delay in career advancement. Juggling both professional
tasks with creative and scholarly output requires efficacy and efficiency, a lack thereof undermines
one’s career progression. This was recorded in research in the University of Ghana, published
between 1960 and 1970, where 716 out of 743 respondents were men who commented on a range
of disparities between research productivity between men and women (Fosu 2000). This disparity
continues even in contemporary times. This also causes career stagnation due to which librarians

are only able to make it to the rank of Deputy Librarian. Fosu (2000) also confirmed other
inhibiting factors like the absence of a clearly defined policy charting one’s promotion track and
sidelining one’s professional duties in favor of increasing one’s research output. Although men
and women in the same position equally suffer from balancing their professional and creative
responsibilities, women are at a greater disadvantage when competing for such positions. In
Haider’s view (2003), scholarly contribution by library professionals in their field remains
insufficient.
4.1.5 Lack of Confidence, Ambition, and Attitude
Low levels of confidence in women and drive to excel professionally are other factors that
cause regression or stagnation in one’s career prospects. There are various psychological factors
responsible for restricting women’s approach towards ambition as identified by Farmer (cited in
Jones & Goulding 2010). These factors constitute minimal self-confidence, alarm at success, peace
with conventional gender roles, family and career conflict, fear of risk-taking, and socialization
which persuades women that they cannot be successful.
There is a visible dearth of self-confidence apparent in women despite the opportunities
available to them in libraries. Women are weighed down by self-doubt, hence they do not apply
for higher positions at the level of management and remain at mediocre or lower rungs of the career
ladder. Another trend or pattern manifested in women’s career progress is lack of career planning
and progressing on the wings of chance rather than careful deliberation and purposeful actions
(Hadfield 2008: Hadfield & Sen 2009). It is found that no one but women themselves stands in
their way to reach the top due to their incorrect mental attitudes. Arinola & Oyewusi (2009) declare
scarce confidence and non-existent ambition as key reasons that prevent women from becoming

executives in the field of librarianship. A similar conclusion was reached by Jones and Oppenheim
(2002) who identified that self-imposed obstacles existed in the way of success.
On the other hand, Jones and Goulding (2010) contradict this view by observing the career
attitudes of postgraduate students of the Department of Information and Library Studies,
Loughborough University, the United Kingdom. The research found a minor disparity between
male and female students’ take towards ambition, aspiration, and dedication towards their career.
Women were found to be equally ambitious as men, or perhaps more so as they considered
themselves “very ambitious” as compared to men who referred to themselves as “minimal
ambitious”. The study found that societal and organizational factors impeded women’s progress
in careers. Nwezeh (2009) concludes similarly that the decision to advance professionally is female
librarians’ personal choice as people of both genders have the same levels of ambition and
motivation for career excellence. This implies two things for the younger generation of female
librarians: their drive to excel is maximized in development-enhancing environments and they can
chart a path of career growth outside of the traditional boundaries set for Asian women.
Another obstacle for career development is stated to be the “feminization hypothesis”
which proposes that women’s extensive presence accounts for the impediment in the development
of the library profession (Harris 1992). This is also called the “Cinderella complex” by Tilley
(1988). It refers to an unconscious desire for being taken care of by others, born by a fear of being
autonomous or the ‘fear of success syndrome’ present in women. This is also validated by
Kumaran (2012) as a legit problem of great magnitude persistent especially in non-western
cultures. This is a continuation of women accepting their stereotypical roles which outline separate
jobs for men and women. Such conformist mindsets exist even amongst female library
professionals who accept these roles even though they are part of a feminized profession able to

channel power and independence. Hildenbrand (1992) sketches the historical grounds beneath
gender problems in librarianship and affirms that stereotypical blaming of women for problems
within the field has had a political force and resulted in the mauling of library history and denial
of successful opportunities to a lot of capable women.
4.1.6 Discrimination against Women
Discrimination against women consists of all those practices and mindsets, rules and
regulations which marginalize women, favor men, and do not grant an equal footing and privilege
to women. In India, a regressive rule did not permit married women to attend training outside their
home city due to which their career progression suffered. Dasgupta (1997) identifies another form
of discrimination in the interview boards’, comprising majority men, predilection towards male
candidates, and bias against female candidates vying for managerial posts. This study
recommended that the number of females in high-level prestigious executive posts in libraries
should be used as a determinant of the status of women in the field.
However, many studies present the fact that there is no discrimination against female
academic librarians (Majanja & Kiplang’at 2003; Amekuedee & Adanu 2006; Nwezeh, 2009).
(Ogunrombi, Pisagih, and Udoh, 2002), (Arinola and Oyewusi, 2009) and (Yusif, 2011) also
prove that women do not face discrimination in the field of librarianship. This trend of stating nondiscrimination as the norm is analyzed by Carli (as cited in Ilo 2010). The study declares that since
universities are perceived as abodes of higher learning that promote objectivity, fairness, merit,
and knowledge, women not only fail to discern discriminatory practices against them but also
justify their presence, thus denying the prevalence of any discrimination.

Ilo (2010) also investigates female discrimination at the level of higher education
management in Abuja, Nigeria. The research categorized the university as “non-discriminatory
towards women” even though few and sparse women existed in top-tier positions. Although the
respondents of the study verified that they faced no discrimination, the researcher believes that
female ascension in academia is “maddeningly slow” which is a manifestation of subtle and
systemic discrimination against women in organizational policies. Such practices prefer men to
women in opportunities of career development, training, and sponsorship to conferences and
seminars.
4.1.7 Stereotyping and Societal Belief
Numerous studies have affirmed that stereotyped gender roles misinform and disguise
women’s actual representation, traits, and capabilities and perpetuate manipulative decisions
against women's promotion and progress to senior management (Blackmore, 1999; Mann, 2009;
Binns & Kerfoot, 2011; Hoobler, Lemmon & Wayne, 2011). Women who work in the professional
realm are continuously enveloped by such limiting mindsets and perceptions (Bardoel et al., 2011).
A study by Mann (2009) contrasts general character traits of both men and women. Men
are generally labeled as more forceful or demanding, assertive, fierce, confident, autonomous,
logical, and goal-oriented, whereas women are considered as more temperamental, nurturing and
caring, considerate, passive, loving, indecisive, and people-oriented. Zulu (2003) traces this
stereotypical set of qualities to socialization in the early childhood period when girls and boys are
disciplined according to gender-appropriate manners and norms. As a consequence, authorities
recommend fewer women to positions of power, and prestige in organizations, and this has an

inimical effect on the career development of women managers (Coleman, 2000; Shah & Shah,
2012).
In a similar vein, other researchers have asserted the prevalence of these conventional
gender types in professional settings especially in the higher management posts (Schein, 2001).
This negative stereotyping has a powerful impact on the career prospects of women (Forster, 2001;
Buddhapriya, 2009). For instance, Moorosi (2000,) identifies gender inequality in that women
have been relegated to the domestic domain and excluded from positions within senior
management due to the entrenched social perspective that “a woman's place is in the home".
Blackmore, Thomson, and Barty (2006) notice that this perception has a great deal of impact on
the access and entry of women in senior management positions.
A study by Jabeen and Jadoon (2008) in the Pakistani context highlights the adverse
impacts of socio-cultural beliefs, perceptions, and behaviors on the well-being of females in
educational and managerial settings. There is also less probability of women gaining requisite
skills, training, and competencies for career development and access to management level in a
heavily patriarchal society.
5.0 Discussion and Conclusion
The current research has carried out an in-depth and extensive analysis of library literature
to identify career trajectories of female librarians in the profession of the library with a special
focus on those elements which decelerate the career growth of female librarians.
5.1 Answering the Research Question
The study attempted to answer a research question about the factors which influence the
career development of women and their relationship with their career growth. The available

literature on library studies indicates that numerous factors have an impact on the career prospects
of female librarians within the field of librarianship. The extrinsic factors influencing female career
development in librarianship include organizational structure and policies, social beliefs and
stereotyping, and discrimination against women. The intrinsic elements impacting growth include
lack of confidence and the right attitude toward success and personal choices including marriage,
childbirth and caring responsibilities of women, and career breaks. All these factors were mostly
found to be negatively correlated with women’s career development.
5.2 Delimitation
The current study is a literature analysis focusing only on the factors influencing one
gender within one professional field. It is therefore focused specifically on the development of
professional female librarians.
5.3 Implications for Future Research
There is sparse literature available on women librarianship. The current research has
analyzed the career paths of female librarians in many countries as available in library literature.
Notable similarities exist among female librarians’ growth prospects regardless of cultural
differences, geographical markers, and other disparities. The research ranges from examples from
the US and the UK to Africa and Asia, hence it has a global reach.
Future research can carry out geographical area-specific studies or empirical analysis of
factors that influence female librarians’ career development. Research can also investigate barriers
that prevent men in their career growth as librarians.
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